Employees are considered to be the soft assets and hidden value of a company. Employees are the stimulus energy in every successful organization and therefore organizations are concerned about developing their human resources to achieve competitive advantage in the market. The productivity of an employee is not only affected by their capabilities but the environment in which they worked. High job performance is not possible unless and until employees get a better quality of work life and hence the quality of work life is indispensable in all enterprises. Taking this into cognizance, the present study has been conducted to examine the differences in the satisfaction levels of employees towards the quality of work life in Cairo Amman Bank across demographic variables. The study also investigates the impact of quality of work life on job satisfaction of employees. Data has been collected through questionnaires designed on a five-point Likert scale. Independent sample t-test, One-Way ANOVA, and multiple linear regression are the statistical tools that have been used for analysis of data. The findings highlighted that there is significant positive impact of quality of work life on satisfaction levels of employees. Notwithstanding, it has been revealed that there are significant differences in the satisfaction levels of employees towards the quality of work life across gender, education, and cadre but no significant difference has been found across age, and length of service.
. Employees are the stimulus energy in every successful organization and therefore organizations are concerned about developing their human resources to achieve competitive advantage in the market (Bakker, Demerouti, & Burke, 2009) . The productivity of an employee is not only affected by their capabilities but the environment in which they worked. High job performance is not possible unless and until employees get a better quality of work life and hence the quality of work life is inevitable in all organizations (Hamidi & Mohamadi, 2012 ).
The quality of working life refers to the quality of the relationship between employees and total work environments of an organization (Konrad & Mengel, 2000) . It is a philosophy, a set of principles, which state that employees are the most meaningful resource in the organization and they should be dealt with dignity and respect (Mirkamali & Narenji, 2008) . The quality of work life refers to the favourableness or unfavourableness of a job environment for people (Rathi, 2009 ). Its purpose is to develop a work environment that is excellent for people as well as production. The better quality of work life will create involvement among the employees which ultimately helps the organization to achieve a higher level of productivity (Tabassum, Rahma, & Jahan, 2011) .
Quality of Work Life (QWL) is both a goal and an ongoing process for achieving that goal. As a goal, quality of work life is the commitment of an organization to work improvement: the creation of more involving, satisfying, and effective jobs and work environments for people at all levels of the organization.
As a process, quality of work life calls for efforts to realize this goal through the active involvement of people throughout the organization (Boonrod, 2009) . It is a process by which an organization responds to employee needs by developing mechanisms to allow them to share fully in making the decisions that design their lives at work. It is employee satisfaction with a variety of needs through resources, activities, and outcomes stemming from participation in the work place (Iqbal, 2013) . Quality of Work Life is a continuing process, which means utilizing all resources, and especially human resources. It means developing among all members of the organization awareness and understanding of the concerns and needs of others and a willingness to be more responsive to those concerns and needs (Dargahi, Sharifi, & Yazdi, 2007) .
QWL is also a combination of strategies, procedures, and ambiance related to a workplace that altogether, enhance and sustain the employee satisfaction by aiming at improving work conditions for the employees of the organizations (Sinha, 2012) . Quality of work life also includes improving the way things getting done to assure the long-term effectiveness and success of the organization.
Quality of work life means changing entire organizational climate by humanizing work, individualizing the organization and changing the structural and managerial system. It seeks to create culture of work commitment in the organization which will ensure higher productivity for the company and greater job satisfaction for the employees (Mohan & Ashok, 2011) .
QWL is a holistic program designed to improve employee's satisfaction, strengthening workplace learning and helping employees to have better manage change and transition (Gupta & Sharma, 2011) . QWL programs are another way in which organizations recognize their responsibility to develop jobs and working conditions that are excellent for people as well as for economic health of the organization. The elements in a typical QWL program include open communications, equitable reward systems, a concern for employee job security and satisfying careers, participation in decision making, job enrichment, development of employee skills, social integration, reduction of occupational stress and development of more co-operative labor-management relations (Krishnakumar & Sugavaneswari, 2012) . The current study examines the impact of quality of work life on job satisfaction of employees by taking variables namely adequate & fair compensation, safe & healthy environment, job security, and social integration.
Review of Literature
Chan and Thomas (2007) 2) To examine the differences in the satisfaction levels of employees towards quality of work life across different demographic profiles in Cairo Amman Bank. Ho 2 : There is no significant impact of quality of work life on employee's job satisfaction in Cairo Amman Bank.
Hypotheses of the Study

Research Methodology
The population of this study consists of all employees of executive and non-executive cadre working in Cairo Amman Bank. Convenient sampling is followed meaning thereby the employees which are easily accessible have been chosen for the study. A total of 250 questionnaires were distributed to employees of executive and non-executive cadre working in Cairo Amman Bank. 85 questionnaires were rejected and 165 were accepted for analysis. The sample size of the study is 165 respondents (Table 1, Figure 1 ). The period of data collection was three months i.e. from January, 2017 to March, 2017. Secondary data was collected from websites, journals, articles, magazines, theses, reports and other relevant documents. So far analysis is concerned; independent sample t-test, One Way ANOVA, and multiple linear regression were used to test the hypotheses through SPSS_20 version.
Section-C Data Analysis Reliability
The most used test of reliability is cronbach alpha. The value of α greater than or equal to 0.7 but less than 0.9 is considered good and the value of α greater than or equal to 0.9 is considered excellent. on all demographic attributes. Firstly, the p value on demographic variable gender is less than 0.05, so null hypothesis is rejected and hence it can be said that there is a significant difference between the satisfaction levels of employees in Cairo Amman Bank across gender. Secondly, the p value on demographic variable age is more than 0.05, so null hypothesis is accepted and hence it can be said that is no significant difference between the satisfaction levels of employees in Cairo Amman Bank across age. Thirdly, the p value on demographic variable education is less than 0.05, so null hypothesis is rejected and hence it can be said that there is a significant difference between the satisfaction levels of employees in Cairo Amman Bank across education. Fourthly, the p value on demographic variable cadre is less than 0.05, so null hypothesis is rejected and hence it can be said that there is a significant difference between the satisfaction levels of employees in Cairo Amman Bank across cadre. Fifthly, the p value on demographic variable length of service is more than 0.05, so null hypothesis is accepted and hence it can be said that is no significant difference between the satisfaction levels of employees in Cairo Amman Bank across length of service.
Hypothesis 2
Ho 2 : There is no significant impact of quality of work life on employee's job satisfaction in Cairo Amman Bank.
Ha 2 : There is a significant impact of quality of work life on employee's job satisfaction in Cairo Amman Bank.
Multiple linear regression has been applied to examine the impact of quality of work life on employee's job satisfaction in Cairo Amman Bank. Table 4 shows the multiple linear regression analysis of quality of work life and job satisfaction. Adjusted R square shows the amount of variation in one variable (job satisfaction) that is accounted by another variable (quality of work life). The above table shows the value of adjusted R square is 0.652 which means 65.2 percent variation in job satisfaction is explained by the quality of work life and the rest of the variation (1 − R 2 ) is an unexplained variation in job satisfaction due to variables that has not been considered in this model. Table 5 shows the results of ANOVA. It assesses the overall significance of the model. The overall model is significant because the significant value is 0.000 which is less than 0.05 at 95 percent confidence interval. Hence, the model construct is validated. Table 6 with Job satisfaction at 5% level of significance. The unstandardized beta coefficient value of job security is 0.2408 which highlights that for one unit change in job security, there will 0.24 unit changes in job satisfaction. The regression coefficient of profitability is statistically significant at 5% level of significance (P < 0.05). Fourthly, social integration has significant positive relationship with Job satisfaction at 5% level of significance. The unstandardized beta coefficient of social integration is 0.3095 which highlights that for one unit change in social integration, there is 0.30 unit change in job satisfaction. The regression coefficient of social integration is statistically significant at 5% level of significance (P < 0.05). Hence, it can be said that there is significant impact of quality of work life on employee's job satisfaction in Cairo Amman Bank. Table 7 exhibits the results of hypotheses tested in the current study. The hypotheses 1.1, 1.3, and 1.4 have been rejected which means that there is a significant difference in the satisfaction levels of the employees towards quality of work life in Cairo Amman Bank across gender, education, and cadre. However, 1.2 and 1.5 have been accepted meaning thereby there is no significant difference in the satisfaction levels of the employees towards quality of work life in Cairo Amman Bank across age and length of service. So far hypothesis 2 is concerned, it is rejected.
Conclusion
Quality of work life means changing entire organizational climate by humanizing work, individualizing the organization and changing the structural and managerial system. It seeks to create culture of work commitment in the organization which will ensure higher productivity for the company and greater job satisfaction for the employees. High job performance is not possible unless and Table 7 . Results of hypotheses tested.
No.
Hypotheses Results
1
There is no significant difference in the satisfaction levels of the employees belonging to different demographic profiles towards quality of work life of employees in Cairo Amman Bank.
There is no significant difference in the satisfaction levels of the employees towards quality of work life in Cairo Amman Bank across gender. Rejected
1.2
There is no significant difference in the satisfaction levels of the employees towards quality of work life in Cairo Amman Bank across age. Accepted
1.3
There is no significant difference in the satisfaction levels of the employees towards quality of work life in Cairo Amman Bank across education. Rejected
1.4
There is no significant difference in the satisfaction levels of the employees towards quality of work life in Cairo Amman Bank across cadre. Rejected
1.5
There is no significant difference in the satisfaction levels of the employees towards quality of work life in Cairo Amman Bank across length of service. Accepted 2 There is no significant impact of quality of work life on employee's job satisfaction in Cairo Amman Bank.
Rejected
Source: Based on Hypotheses Tested.
until employees get better quality of work life. In this study, an attempt has been made by the researcher to examine the differences in the satisfaction levels of employees towards quality of work life in Cairo Amman Bank across demographic variables namely age, gender, education, cadre, and length of service.
Data has been collected through questionnaires designed on five point Likert scale from 165 respondents. The findings highlighted that there is significant difference in the satisfaction levels of employees towards the quality of work life across gender, cadre and education but significant differences have not revealed across age, length of service. Nonetheless, the research further highlighted that there is significant positive impact of quality of work life on satisfaction levels of employees.
